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Abstract 
Starting from the reality that human resources represent the most important strategic resource of the modern organization and that 
each human being is a unique entity, with own personality, needs and offer, the investment in human resources should become 
the most important investments of organizations, despite being the most risky investments. The only alternative to avoid this risk 
and to bring together employee and employer on the same level is career management. 
From a different perspective, human resources represent the intellectual capital of organizations, the only ones that can assimilate 
and, from the perspective of the new economy, make the most of knowledge. 
All these aspects of the human resources have one key only - MOTIVATION. 
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1. Introduction 
The evolutions of the contemporary world, which we will point out in the following paragraphs, determine an 
unprecedented amplification of the importance of management in the contemporary world. 
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Famous specialists in the field believe that "Management is the main path for economic growth", that "the 
importof of management knowledge tends to be more important than the import of technology" and that "there are 
no under-developed countries, only mismanaged ones". 
Fundamental changes such as the New knowledge based economy, Business globalization, The internalization of 
companies, The internationalization of the banking system, as a result of the free movement of people and capital, as 
generalized phenomena, have their origin in Change - the domniant feature of the contemporary world. They become 
possible, according to the aforementioned specialists, only by a reconsideration of the place and role of human 
resources as "basic strategic resources of the organization" in which "organizations must make the most important 
strategic investments, but also the most risky ones". 
Practice has shown, undoubtedly, that the investment in people is a warranty for survival, it ensures the 
competitive and future of the organization. This is why Naisbitt and Aburdene stated "In the new informational 
society, human capital has replaced the financial capital as a strategic resource." (Manolescu, 2003) 
Regarding the human resources, we would like to consider the above mentioned phrase, that human investments 
are the most risky. Why is that? The answer seems clear: if one invests in a person on a certain job, and after some 
time they notice that that person would be better for a different job, all the investment, from the point of view of the 
company, is wasted, although the person has gained something. 
Therefore, career management is absolutely necessary, in order to be able to align the intentions of the employer 
and the employee. This means not rely on the current CV of the employee, which would prove untimely, but on the 
career project of the employee. We believe that the career management must be approached from the point of view 
of the organizations' interests, and from the point of view of the employees. Therefore, as the specialized literature 
shows (Armstrong, 2003), career management is aimed at the process of planning the career with a view to 
promoting the employees, taking into account the requirements of the organization, the performances, potential and 
preferences of the employees, and the managerial succession, meaning that the organization must ensure that it can 
have the persons is needs in order to achieve its objectives. 
Unfortunately, although the brightest minds of management science have pointed out that the human resources 
are those able to assimilate, process and make use of knowledge - the quintessence of the contemporary world, it 
often happens that they are not aware of the importance of human resources, that they do not regard them as the 
main strategic resource of organizations, and, furthermore, that human resources are treated as a registered figure, 
while overlooking people themselves. 
Without any doubt, the achievement or organizational objectives cannot be imagined separate from human 
resources, their labor, knowledge, habits and creativity. 
Although the investment in human resources should be regarded as the most important strategic resources of 
organizations, regardless of their object of activity, many managers still consider them as an expense, believing that 
an increase in productivity can result more likely from investing in production process technologies or in the 
informational technologies. 
Human resources and their vital role must be understood, known and motivated. As the distinguished Professor 
Ioan Bogdan (2007) has showed, if the employees are not known, understood and motivated, they will not get fully 
and efficiently involved in achieving the strategic objectives of the organization. The individual, as specialists 
believe, is a biological entity, always representing "the great unknown", "the great enigma", which can prevent, or 
increase the impact of an action, activity or a process. For satisfying and benefiting from the employee, with his or 
her specific traits, one must create the management of human resources. Fulfilling the wishes, demands, major 
strategic objectives refers actually, in two words, to "employee motivation". 
The employee motivation represents a sine qua non premise of an efficient HR management, starting from the 
reality that the success or failure of any company are closely related to the human resource. It is important to know 
the way in which every individual acts and reacts, because, in this way, it can be more easily motivated. In this 
context, the motivation of employees becomes a crucial aspect for any manager. The role of motivation does not 
resume only to making the people work, but extends to making them work well, an aspect that involves the complete 
use of the physical and intellectual resources of the individuals. On the other side, motivating the employees is also 
the driver and, at the same time, the essence of the driving actions, and requires a harmonious combination and a 
balance that must happen between the interests of the organization, on the one side, and those of the employees, on 
the other.  
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The importance of motivation has been expressed, in simple but comprehensive words, more than two decades 
ago, by a management practitioner - the HR manager of the Cadbury Schweppes company, A. Gozzard. He stated 
that "In the company, you have one resource; it is people and the management of those people. It is motivation that 
makes the difference between mediocrity and excellence. This is the glue that holds together the objectives and 
strategies of the organization". (Sherman, A.; Bohlander, G., 1992). 
From an etymological point of view, the term "motivation" comes from the Latin term "movere", which means to 
move, to start moving. 
The literature in the field provides several definitions of the concept, without providing, however, a quasi-
unanimous definition. Due to the importance and complexity of the concept, however, we are not surprised by the 
large number of definitions. 
Therefore, according to the opinion of the distinguished specialists O. Nicolescu and I. Verboncu (2008), 
motivation resides in "correlating the necessities, aspirations and interests of the employees in the organization with 
achieving the objectives and performing the tasks, competences and responsibilities assigned within the 
organization." 
Motivation is defined by D. Middlemist and M. Hitt (1988) as "the inferior state of an individual that initiates, 
directs the behavior towards a purpose which, when achieved, will cause fulfilling a necessity." 
Other specialists (Ticu, 2004) define motivation as being "the degree of availability of the employee to be 
involved and make a sustained effort in order to achieve certain professional objectives, defined at individual or 
organizational level." 
Another point of view (Lemeni; Miclea, 2004) is that "motivation refers to the emotional and cognitive states and 
processes that can trigger, direct and sustain various behaviors and activities." 
In an important paper (Popescu, 2010), motivation is defined as the sum of internal and external energies that 
initiate and drive the behavior towards a purpose or objective which, once achieved, determine the fulfillment of a 
necessity. 
In essence, motivation represents correlating the fulfillment of the employees' necessities with achieving the 
objectives and tasks assigned to them. 
Apart from these conceptual approaches, however, the essential problem of motivation resides in determining the 
means through which the personnel of the organization, each with their own personality and with their own 
necessities, can be stimulated to contribute in a positive and efficient manner, to fulfilling the required objectives.  
Regardless of its nature, as typology, motivation must respect a series of general requirements, as follows: 
• to be complex, condition that resides in the fact that motivation must represent a combination of all existing 
possibilities of motivation, material and moral alike, etc.; 
• to be differentiated, condition which refers to taking into consideration the contribution to the results of each 
person, and of the collective as a whole;  
• to be gradual, condition which aims, normally, at a correlation of motivation with the results obtained. 
Intrinsic motivation (Popescu, 2010), represents "the process of involving the person in a sustained effort, based 
on the feeling of achievement and fulfillment that they experience after realizing the tasks assigned to them." In 
other words, motivation comes directly from the work that the employees perform, because they evaluate the task 
performed and feel rewarded only by fulfilling the task. This form of motivation is generated by the specific content 
of work, and stems from within without the need of reward or approval from those around them. In essence, it is 
about what you do, without regarding the reward. 
In an important paper (Pink, 2011), the author claims, rightfully, that the secret of satisfaction and high 
performance resides in a profound human need, which is to control our own lives, to learn and create new things, to 
become better and to make the world a better place. 
At the other end is the extrinsic motivation, which represents the process of determining a person to perform a 
sustained effort to achieve a task, by certain incentives, which come from outside the work environment or the task 
they perform (Popescu, 2010). 
From the types of elements that can make motivation measurable, we mention: ensuring success, commitment, 
fearlessness, compensatory effort, pride of performance, willingness to learn, tendency towards difficulty, 
independence, self-control and self-discipline, orientation for status, orientation for competition, focus on the aim. 
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We believe that in order to better apply the motivation of the employees and to achieve performance, the 
organization needs to identify the areas in which its aims overlap with the needs, skills and objectives of the 
personnel.  
Furthermore, for individual achievement, the organization must take into account and provide three types of 
motivation: 
• economic motivation: salaries, incentive pays, prizes etc.; 
• professional motivation: position, status, other types of recognition etc.; 
• psychological motivation: recognition by the group, company etc. 
Organizations must be aware that they cannot operate viably in a competitive world without motivating their 
employees.  
• first, to join them, and then, to stay with them; 
•  to fulfill the tasks for which they were hired; 
• to adopt a creative, spontaneous and innovative behavior (Cornescu et al., 2003).  
Regarding creativity, the people that posses to a high degree the ability to be creative, can be recognized by the 
way in which they think and act. In an important paper, the authors (Nicolescu, Verboncu, 1999) make a ranking of 
the most frequent signs of creativity:  
• "sensibility to problems, in the sense of availability and the habit of regarding certain situations, phenomena, 
information with a critical spirit, with the aim of changing them" 
• flexibility in thought, present in the habit of operating with concepts and information regardless of the 
stereotypical patterns of solving used frequently; 
• accepting new experience, quality which actually relies on the first two, 
• strong motivation for success, and persuasion, which are manifested in coming up with new ideas; 
• ability to deal with pressure and conflicts from those that "defend" the previous state of things. 
We believe that the strong arguments in the demonstrations performed to motivate the personnel in achieving the 
objectives of the organization should be the future evolution of the performance indicators. 
As for managers, motivation should be stronger and, furthermore, must coincide with the responsibilities, but also 
with the risks they are going to undertake. If the motivation of managers does not correspond to these requirements, 
the question arises: Why would managers assume these risks? On the other hand, if the managers perform their work 
with pleasure, the employees will have also the same feeling towards their work, and if the managers regard their 
work as a burden, probably the employees will think the same. 
Starting from the statement of the great specialist J.J. Schreiber: "Management is the art of arts because it is the 
organizer of talent" and the reality that all people are born, grow up and evolve with a personal talent, the 
performance of management resides in identifying and using that talent. Thanks to certain own talents, each 
individual is unique. Although, as we have shown, each individual has their own talent, it sometimes happen that it 
lies undeveloped, or, even worse, ignored. Talent becomes a strong point through work and study. Therefore, if 
talent is identified and used accordingly, then the individual has the chance of becoming the best in the field. "One of 
the characteristics of great managers is their ability to describe in detail the unique talents of each of their own 
employees", as the well-known specialists Buckingham and Coffman (2004) state. Of course the identification and 
use of the talent of human resources is more beneficial than letting people go. On the other hand, however, the 
statement of the great P. Drucker (2000) is also valid: "people are not willing to invest their talents if they do not feel 
they receive a sufficient reward." 
2. Conclusions 
The employees of organizations appear as the most influential factor on the future of all organizations. Only a 
motivated human resource will support the organization in achieving the goals and, in the current context, the 
performance expected can be obtained only to the extent to which motivation represents a primary responsibility of 
all managers. 
Certainly, there are differences between the existing situation and the requirements regarding the role and place 
of human resources, and if the companies do not perform these changes, they will be condemned to long term 
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setbacks and to lack of competitiveness on the global market, as well as to a series of business risks which are hard 
to anticipate. 
Motivation is a major component of the organizations' management that enjoyed great attention in the specialized 
literature, and still insufficiently from the point of view of the role and importance of human resources in the 
contemporary world, as the main strategic resource of the organization. From this perspective, traditional motivation 
must achieve proper updates. 
If each person had the ability to become aware of the talent they posses, if they had the possibility to explore and 
use this talent, to dedicate to improving it, then certainly performance would be reached in different ways. We 
believe that the aspects regarding the management and development of talent must be regarded as top priorities, as 
some of the most important fields of responsibility for a manager. 
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